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ABSTRI^T 

Suggestions for an individualised approach to staff 
developient of adult educators is offered in this icncgzaph. 
Individual CO Slit sent to professional growth and adsiniat ration 
allocawion of tiie and resources arc seen as prcreguiaitea to 
Isplesentation of any proqras. In discussing prograi types» the 
report cautions that large group prograis, which use cften-expensive 
outside Consultants, are rarely tailored to specific district needs 
and should be added to extant prcqraas\only after local talent has 
been exhausted. The individual and saall-group approach is considered 
best suited to the lany schools with a high proportion of part-tise 
faculty. Besponsibilities are outlined for ad sinistra tors, who are 
encouraged to visit and dbserve classes and to take responsibility 
-for setting a nood of cooperation to iiprove sorale. Adsi&istrators 
arc also urged to attend to probless and reseaber that isprovino 
learning in the classroos is a saiot goal. Teachers* r^'d counselors* 
responsibilities are outlined: the^e individuals arc ged to keep up 
with their fields, use new saterials, share their expertise', and 
contribute to a nTeacher*s Id«a Bank.** A staff developent progras is 
not needed, the report saintains, t<^ create a desire for growth but 
rather to enhance that desire which already exists. The appendix 
contains staff questionnaires and an\ outline of an individualized 
prograi. C 1 ' 
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The main goal of a staff development program is to improve the level of competency of 
adult educators and thereby provide better instruction for the student. Hopefully, the ideas 
presented in this monograph can be used in developing meaningful in-service training pro- 
grams that will ensure the achievement of this goal. 

A strong case is provided for individualized staff development based on the needs of staff 
members. However, we recognize that no single plan will fit the learning mode of all people. 
Therefore^ the methods suggested for staff development range from individual conferences 
with an expert to attending a meeting with hundreds of otlyer staff members. 

We feel that the broad guidelines presented herein can be readily adapted to the dive^c 
needs of the many adult education programs that are being conducted in school districts 
throughout the state. Our appreciation is extended to James Hardison, Dean of Instruction, 
Adult and Continuing Education, San Diego Community College District,who contributed 
his time and effort in preparing the original manuscript for this monograph. 
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Introduction to Staff Dovoiofmont 



This monograph provides suggestions for a staff 
development program for administrators, teachers, 
and counselour^ The goal of the program is to 
improve the level of competency of these staff members 
so that they can provide better instruction for the 
student. If the program planners keep this practical 
goal in mind, they should be able to design programs 
that give results that can be measured in terms of 
student achievement. 

Staff development is traditionally thought of as 
being something exchtsively for the teachers. How- 
ever, this monograph takes the position that adminis- 
trators and counselors should be offered the same 
opportunity for professional growth as that offered to 
teachers. They should have some understanding of 
{he basic functions of the teaching and learning 
A)rocesses. 

/ The role of counselors in competency-based educa- 
1 tion is likely .to be enlarged to include continual moni- 
torifig^f students as they progress through a program. 
The counselor works much more closely with class- 
room teachers to adapt programs to the students 
individual goals and capabilities. In this kind of rela- 
tionship, both the teac ler and the counselor peed to 
know more about eac'i other's responsibilities. The 
staff development program should be desighed to 
encourage and facilitate such interaction. 

The administrator has a responsibility for supervis- 
ing both teachers and counselors. Administrators are 
also accountable for the overall success of the instruc- 
tional program. Therefore, they must participate in 
idl staff development activities if they expect to meet 
these responsibilities. 

Staff Development Candidates 

Today the majority of adult education teachers are 
part-time employees. Many of them teach evening 
classes after teaching all day in the public school sys- 
tem. They are usually paid by the horur. This situation 
makes it difficult to conduct an effective staff devel- 
opment program, because most teachers are not on ^ 
site at the same time. In most cases the telkchers sp^ nd 
their own time in traveling to and from and attending 
staff meetings or workshops. 

These conditions complicate but do not rule out the 
possibility of establishing a staff development pro- 



gram^ Both the part-time and full-time teacher is 
responsible for his or her professional growth. The 
difficulty witb holding full staff meetings may be an 
asset rather than a hindrance to in-service training, 
because it precludes the use of the large group meet- 
ing as an ineffectual activity performed in the name of 
staff development. 

Staff development, as espoused in this nonograph, 
does not require the entire staff to attend the semi- 
nars, workshops, and minicourses. These activities 
have a place in an in-service program, but the founda- 
tion of staff development is self-selected, small-group 
activities. The administrators are responsible for 
assisting full- and part-time staff to achieve their per- 
sonal goals and for coordinating these individual 
efforts into a well-balanced, total staff development 
program* 

Commitment to Self-Improvement 

A staff development program should be based on 
the assumption that all staff members are continually 
trying to do a better job. No one is likely to declare: "^I 
am so good that there is no room for improvement.*" 
To put the program on a positive basis, it is best to 
assume that everyone is committed to self-improvement 
and that a staff development program is needed 
mainly to help each staff member. 

Types of Programt 

The typical staff development program consists of a 
series of workshops or seminars that are intended to 
attract the niajority of staff, en masse or by disci- 
plines. These activities may or may not be preceded 
by a needs assessment poll of staff members to deter- 
mine the types of programs that interest them. 

Large-Gioup Programs 

The large-group presentation is successful only if 
(I) it is preceded with considerable planning, includ- 
ing a needs assessment to determine whether teache. s 
are really interested in the subject matter; (2) teachers 
are advised as(|to what the workshop presenter will 
offer; (3) the pmenter adapts his or her presentation 
to the level of audience sophistication; and (4) follow- 
up procedures are provided to help teachers in imple- 
menting the program. 
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Because of the great expense and generally low 
yield of the large-group in-service program, ^ district 
might benefit more from using the individualized 
approach to staff development. When thiiv type of 
program is well-established, the one-time outside 
expert or UKal talent presentation may prove to be a 
valuable supplement. However, this should not he 
construed as a recommendation for use of the outside 
expert for a basic in-service staff program. 

Individual and Small-Group Programs 

The individual and small-group approach to staff 
development is especially suited to adult schools that 
^ave a high proportion of part-time teachers and that 
have schedules that do not permit the entire staff to 
meet during the day or in the evening. In the individu- 
alized approach, each staff member identifies an area 
of interest to pursue and indicates whether he or she 
prefers to work alone or with others who have similar 
interests. 

A sample interest survey is included in the appen- 
dix at the back of this monograph. Such a survey can 
be circulated annually among teachers. The returns 
from the survey can be used to compile a directory of 
those who wish to work in designated areas with other 
educators. Teachers are expected to form their own 
small work groups and to prepare individual and 
group goals and methods for achieving them. Thfcse 
groups are not usually as^gned by an administrator; 
they are more successful if they are formed voluntarily. 

The results of individual and group work can be 
reported in a monthly newsletter. Groups are encour- 
aged but not required to offer workshops to other 
interested teachers. Some of the more effective dis- 
semination procedures consist of (I) enlarging the 
work group to include new members; or (2) breaking 
up the original group after its immediate goal has 
been realized, with each member heading up a group 
of teachers who wish to pursue the goal of the original 
group. 

In the large-group approach, many teachers do not 
attend the in-service programs voluntarily; or thev 
may attend perfunctorily if thtir attendance is man- 
dated by the district, but they usually do not use the 
information presented in the workshops. The individ- 



ualized approach provides subtle encouragement to 
involve all staff in ways that are likely to be more 
prodi4Ctive for everyone. In addition, the expectation 
for personal commitment to professional growth, 
which is written into the district's handbook f6r 
teachers, provides an added incentive. 
Program Prmnters 

Tht program presenters may be outside experts or 
local staff with acknowledged expertise. 

Outside consultants. Some types of training require 
expertise that is not available at the local level. Out- 
side consultants can be used in an individualized pro- 
gram, but teachers who have been chosen for their 
interest in and readiness for training should be offered 
a series of workshops. This is the format oi" several 
California programs which offer four 2-day work- 
shops in the initial year and two 1-day follow-up 
workshops the following year. The participants are 
trained to establish an in-service program that ;an be 
used in training other teachers in their district. 

Outside experts are expensive to hire. They usually 
do not have any knowledge of the local level pf exper- 
tise; therefore, they cannot slant their presentations 
with any degree of accuracy. The expertise of a staff 
may vary widely, and the presentation may be too 
advanced or rudimentary for some attendees. 

Local talent. The informal use of local talent pre- 
cludes arousing any jealousy or resentment that some- 
times occurs when master teachers are put on stage at 
large-group meerings. The small-group method also 
ensures that every teacher has an opportunity to share 
his or her knowledge. The close personal contact 
among coworkers in a project allows instruction to be 
tailored to speciflc teaching situations; it also pro- 
vides for continual follow-up and feedback, resulting 
in a much higher level of cLssroom use than is usually 
achieved by the one-time, large-group presentation. 

Several problems are associated with using local 
talent. One is that presenters are usually asked to 
make their presentation without pay, even though it 
requires a gieat deal of preparation time. Second, if 
no plans are made for follow-up to help teachers put 
the presenter's ideas into practice, the presenter may 
feel that his or her efforts werciii^for nothing. 



RMponiibnily for lndiviclualiz«cl 
Staff DcvolopniMiff 



The admini9tf»tion, teaching staff, and counselors 
are re^iponsible for different aspects of the individual- 
ized program. Their rcsppnsibilities are interdepen- 
dent and should be planned and carried out in a 
cooperative manner. 

Admifilttration*t Rctpomibilitics 

The administration includes members of the govern- 
ing board, central administration, and school site 
adrninistration. This group is responsible for facilitat- 
ing individual and small-group progams, which include 
but are not limited to the following: 

1. Imtruaional Resources Cenier (IRC)- Ttdchers 
^ who desire to enrich and improve their pro- 
grams should not be expected to prepare supple- 
mentary material or to locate new and improved 
programs. The district should maintain a center 
which collects, evaluates, and disseminates infor- 
mation about such material. 

2. Monthly Newsletter-- A monthly newsletter should 
contain a section which identifies available teach- 
ing resources. However, teachers should be 
urged by the publication to contribute their own 
ideas, to invite other teachers to visit their 
classes, to ask for ideas about a problem^ and to 
report human interest stories concerning stu- 
deot9. Some of the adult education classes in 
English^ creative writing, journalism, photography, 
and graphics migRt be involved in publishing a 
better quality joui-nal for wider distribution to 
the staff and stpdent body. 

3. Professional Journals^-Each school site should 
subscribe to professional journals of special 
interest and make them available to their teachers. 

4. Intcrchss Visuation—yNhtn teachers work together 
in field-testing a new program, they should visit 
each other*s classes to determine the adaptability 
and widespread utility of the program. They can 
determine, to some degree, whether the success 
of the class is due to its inherent excellence or to 
the enthusiasm and special competence of the 
teachers. The district should provide funds for 
substitute teachers to make such visitations pos- 
sible when field testing in\ :>lves a well-developed 



program that has potential for use throughout 
(he district. 

Staff Relatiofiship 

Administrators must remember that all staff efforts 
should be directed to improving learning in the olast- 
room. Teachers and counselors thus have first claim 
on the administrator's time and interest. The adminii* 
trator should welcome the opportunity to listen td 
what teachers and counselors -have to say about what 
does or does not transpire in their classrooms. 

The school's only reason for existence is to facili- 
tate learning, but too often this is the last item 
attended to by administrators. A staff development 
progiram cannot flourish in an administrative atmos* 
phere that regards classroom problems as the sole 
responsibility of teachers and counselors. 

Classroom Visitations 

Second-hand information is no substitute for first*^ 
hand observation. Administrato/s should view their 
work as mainly providing support services to students 
through teachers and counselors and should place 
classroom visitations high on their list of administra- 
tive responsibilities. A visitation followed by a confer- 
ence with the teacher should be a basic requirement of 
a staff development program. 

An adult school administrator with a staff of part- 
time teachers whose classeo meet during the day and 
in the evenings understandably may regard class vis- 
itations to be totally unrealistic. The sensitive observer 
can learn much in 13 minutes in a large adul school 
by visiting and observing what the students aie doing 
and by asking them how they are getting along in 
their classes. If the administrator allows 15 fninutes 
per visit, he or she should be able to visit 160 t/irachers 
in 60 hours (20 hours allowed for travel tinne), which 
amounts to 24 minutes a day or S percent of h& or her 
time to maintain first-hand familiarity with the school. 
This time, however, does not allow for any formal 

post-visitation conferences, which are recommended. 

\ 

Funding and Proposals 

Although staff development is cousideied a priority 
budget item supported by the schools usual revenue 
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sources. Ihf ailmmisiraiKin should search lor «»ihef 
sources \>f funds for lije program Funds for such 
projects are availablf fr^m i variety of sources 

Most proposals for staff development projects 
should be written by the staff that is to be involved in 
'he project, not by the adrtiinistration Studies show 
that those projects which have the support orihc staff 
involved, including administrators, have the besi 
cfi^incc of uccomplishing their original jjoals Thus, 
the most worthwhile projects must be planned by 
those who arc to participate in them, because they 
must 'Icvclop that essential sense of ownership A 
project that i« designed b> »he administration or an 
outsider and then handed to he teacher to implement 
IS (requcntly doomed to failure. Likewise, any teacher- 
develop^jl project that 'Joes not have the administra- 
tors' firm commitment can be blocked by the adminis- 
tration Successful project writing ;jnd implementation 
must he a genuinely cooperative joint effort 

Stiff SUhbW 

f o build positive stafi muftilc, administrators should 
create a supportive working relationship with the 
teachers Admmis^ ators should dcvoTc more time 
and attention to ohlaming a first-hand knowledge of 
dasMoom priiblems When the teachers feel that the 
administrators are wijling lo listen to criticisms and 
suggestions, they will be more v illing to accept 
responsihilitic!'. for individual professional growth, 
Kor this reason, the discussion of re^^ponsibitities of 
administration for staff development precedes the 
discussion of responsibililies that should be assumed 
by teachers and counselors. Administration; with its 
control of the purse strings and policy, can facilitate 
in frustrate any staff dcvclt.pmeni that is initiated by 
teachers and counselors. 

School Board Participitinn 

A district policy that gives top priority to classroom 
visitations should also include participation by school 
board members The ultimate goal of all school 
boards is to improve Icarnmg. In keeping with this 
goal, reports from the classroom should appear on 
school board agendas. At least 9 minutes of the usu il 
3-Kour (IKO minutes) meeting, or 5 percent of board 
meeting time, could be devoted to a narrative account 
of teaching/learning in the classroom. These reports 
should deal with both the successes and failures in the 
classr<mm and should be given by teachers and/ or 
students. Sometimes the reports would he presented 
tmly^ for informa. :mal purposes; at other times 
reports would be offered in the form of proposals for 
action 
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7 etcher % and ( oiin%elor\ Reiip<m«iWIHie« 

leachers and counselors are respon^nhlc for taking 
advantage of the staff development opportunities and 
facilities provided by the administration Some spe- 
cific examples are as f<Mlows 

New Development! 

Individuals in any profession have a responsibility 
to invest some of their time and mcney in keeping 
abrea^>t of devc to p w a n ts m their fielri. This effort usu- 
ally involves^, fti the minimum, subscribing to and 
reafding regularly at least one profession's! journal In 
addition, one may join a professional organization 
and ittcnd local, regional, state, and national confer- 
enceSv if possible. 

Pi(oreigfional riterafure 

leachers cannot be expected to survey a broad 
array of professional literature But if a school sub- 
scribes to a half do/en or so publications and pur- 
chases sclcctcfi books as they are published, teachers^ 
can be expected to review at least one i^sue of a peri* 
odical, read one book per year, and report any items 
of interest in the district's newsletter 

Members of the instructional staff are responsible 
for keeping each other informed of developments in 
their respective fields. What methods they use to 
accomplish this objective is the responsibility of staff 
and .not that of the administration (Administrators 
are also expected to subscribe to and lo read profes- 
sional journals, jhin organizations, and keep informed 
of developments in their field ) 

New Materials 

Teachers arc expected to read the IRC newsletter 
and periodically examine new material that may be an 
improvement over what they arc using in the class- 
room. The district can simplify the task by arranging 
for the circulation of new materials to each school 
and for leaving them on display at each Mte for 
approximatcfy two ta three weeks 

Peer Aide ( oraulltnl 

Professionals have a responsibility to share their 
expertise with their colleagues The newcomer should 
feel free to ask the old-timer f' f directions; any 
tcachei im counselor should be ablr to call on anyone 
in his or he- field for advice. ^ 

Phc district can facilitate the professional inter- 
change of information by issuing a pner aid directory, 
which should include a listing of names subject and 
interest areas, and ho.ne telephone numb< rs of teachers 
and counselors who agree toacc ;pt calls I o check on 

!f 



ih»r ust of nhc peer aide nciiArOrk. the annual cvalua- 
iiun can be u^cd (u aik ihe siaU mjrmbcr^ the number 
of lime* I hey caU the ^rvice or *he number ot llrte^ 
ihey art called by other Matf members !7»e hew^tciter 
should continually urge Maff members to use this 
mo$tperM>na) mettn> of sharing problems and progre^H 

readmit Idea Bank i 

Profe^MonaK in all licld^ arc expected to make for- 
mal reports of Mgnificant HVlutions they find to prob* 
lem* that arc likely lo be encountered by other 
practttfoner% Th^e solutions should be reported to 
the I IK* for its f cacherS Idea Bank The IRC staff 
can help put ideas into a form for distribution to 
other teachi;rs and report any new input to the idea 
hank m the newsletter C ontributors should agree to 
consult by telephone with teachers (I) who need sug- 
gestions on how io use the idea in a class situation 
that IS somewhat different from that for which the 
idea was developed, and (2) who wish to conftjr about 
all aspects of the idea 

New Idett, 

tvexy imher can be expected to try at lc|asr ont- 
new idea per year in at lea^t one course If teachers 
have lulfiiled any one of the preceding expectations, 
jhey will ccnaiAly have discovered at least one inno- 
vation that fits into their program 

The field-teM trial should require the teacher ti» 
take an f»biectn;c look at the coijtent, procedures, and 



results, and decide, on the basis of that critique, 
whether (h the innovation is an improveooent over 
w hat It replaces, and (2) it is likely to be of such value 
to teachers that a should be recomrc^nded to them m 
the newsletter ff so^ the teacher is responsible lor ■ 
making the re'port 

A standard fieid-test report forrh that is fairly sim- 
pie to fill out should be prepared by ihc IRC\or a 
teacher's special field-test task force. This procedure 
would make field^tesi reporting uniform as well as 
retaiively simple. (Sec appendix for an example of a 
field-trst form ) 

rommltltf Work 

Although this type of individualized staff develop* 
ment program stresses personal commitment and 
spontaneous formation of small groups, a program of 
this type will eventually need formal structuring that 
can be best provided by a committee This body 
she Jd emerge as the result of needs perceived by 
teachers and counselors and not as the result of the 
mampulations of the administration. Usually, when 
such a need is identified, persons from the ranks of 
the identifiers are willing 19 serve on a committee; 
these persons are usually the best suited for ihisicind 
of task The ad ninistratton should accept whatever 
committee structure and personnel are suggested by 
the teacher/ counselor group Servmg on su£h com* 
mittees, of course , fulfills the professional growth 
expectations 
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Staff D«v«topinent for All 
School Pwnbnnel 



A& %(atcd ai ih< oui^t of thi« monograph, staff 
should include everyone in iht school operation, 
e.xcepi the student who are the object of auff activi- 
lie*. The expectation of per^ona^ ;>mmitrncnt to con- 
ttnunl growth -ihould become a general personnel 
policy of the district If the academic and( admini5(ra- 
iivc Maff Hincerely iii(cmpt<k to implement & coopera- 
tive program thai x\ (ocuiied on improving student 
achievement, the nonacademic staff me|nbers are 
almoM certain it> share the uplift of morale produced 
by the effort 

( (illeciivc bargaming ha* sitmulaied the formation 
of formal groups among the different types of school 
employee* fhese organizations could lie asked \o{i) 
examine iheir members' cnntribuiions to the iearnmg 
climate of the school; an i (2) have their members 
nwkc some kind of personal commilmenl to individ- 
ual growth in knowledge and skilfs in iheir respective 
field* Such policy should originate from within these 
organizations rather than being mundaled by admin- 
i^iration As \uggcsted previously, an enthusiastic 
model program impkmenied by the admmistrativc 
and academic staffs mU likely inspire ihe\dcsired 
resp<insr from oihcr schnnsl personnel and ihcir 
o';, jnizations 

A district might atvclcralc ihc development of the 
c«:mprehensive staff development program previously 
mcnMoned hv formally esubhshmg an omhudspcr<ton- 
likc iniernal iidvi\urv CMtintil (lAC) lo lake sugges- 



tions, complaints, and proposals from all seaors of 
the school, including students, and to attempt to eval- 
uate them in terms of alt other faCiora The lAC 
should have one or two cooperative persons each 
from, the school hoard, rentral admiiiistraiion. sue 
administration, teachers, aides, counselors, ^secretari- 
al i.clcrical. and maintenance staff. The coui^il would 
have advisory powers only and would consider, every- 
thing from the schooNai-large. t>^6uld represent no 
. special mtercss group but would to get (I) special 
interest groups to tailor their demands to fit the over- 
all situations; and (2) decision makers to make Iheir 
decisions ojn the basis of what isihe.mosi beneficial to 
all persons conc<:rned. 

Although this is the principle thai decision and 
policy-making groups ajlegedly follow, their decisions 
arc usually made on a bilateral basis, dealing with one 
interest group's demands versus another interest 
group's demands An interested group*! arguments 
are always suspect as special pleading and are re- 
sented by other groups whose interests may not be 
served by the proposals presented for consideration 
However, recommendations from an intermediary 
group that has evaluated the proposaUn terms of its 
overall fairness to all concerned, as yucW as its impact 
on leaching'learningOhe central interesi of the coun- 
cil, which may appear lo be incidental lo the special 
pleaders), could conceivably carry weight with both 
the proposers and Ihc dccision-mal^ing group 
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Summary 



I ht pUrpiHc ol thK monugc^ph ha> been fo prr%cm 
A r«ition«ie for an indiv^duiti/cd' approach lo si^^ti 
dcvtkipmcnt^ wh^ch in iimc should jirow to tnctudf all 
- p«rtonncl in the school \vsxcm Such ah endeavor 
rtqMire^ ihe couf^rauon o( ihe adnuntMrativeand the 
academic Majfh. ^ah \t\c main emphasis on improv- 
ing the Icarnini; opponunine^ tor studcnu A si^^i 
dcveiopment program ^hlch depends on individual 
commitment lo prolei^Monal grov^ih cannot Oourish 
uhen the adiWiini^trdnon dots not allocate the time or 
rrhourcc^ nctijcd lo support f oca rch ai>i* ;kvdop- 
mcnt in this ^rca 

AdminiMfator%, including nhool board members, 
can %how 4heif goiid ^alth in ^t$iArd to stall develop- 
ment by ceguUHy dcvoung at IciiSt 5 percent of their 
rime to classroom visitations and 5 percent of hoard 
meeting time to reports Irom |he classrooms 

Cooperative discussion among the administfativc, 
tr aching, and ioimschng «taf Js should be used to Kirn- 
tify each group's rr^ponsibihtics for the staff develop- 
ment program I vers district has unique nc^ds and 
resources and, Ihrrewe, should develop iti own pro- 
gram to meet those needs and to uvi the appropriate 
resources . 

The mam criticism ul the typical m*vervicc pro* 
gram, which usually consists of onc-hme workshops 
or seminars ct^nducted by outside consultants or local 
t<ileni. IS that it has Mtic, if isny, impact on what 
teachers do tn their classrooms if the staff has not 
been prepared ahead of time and plans have not been 
madk lo foltow up the presentation Such large^j^roup 
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programs can be added to A vigorous individualized* 
program after teachers have exhausted ioi jI resources 
or feel they are ready for outride eJiipt'iUeL 

When teachers identify a need for training that is 
not available locally, the outside coniultants should 
conduct a seriesl^f se&sions with selected teacheq» who 
are willing qnd able to conduct ip-service programs 
for other staff after they have f ompletcd their train- 
ing The cost of such a program wiiMikely (i^uire 
supplemental fimding, 

SiafI devclopnH^nt consists of improving morale or 
crcaii5i{t a feeling that everyone in the district is 
pulling together to imprpve the total program. The 
admimstrators, including the school board, art respon- 
sible/for setting the nnood of cooperation by giving 
adequate attention to problems ond progress in class- 
rooms and by being as supportive as possible of plans 
to advance learmng. 

Teachers and counselors are responsible individti* 
ally and as a grdup to take advantage of facilities and 
support ivhich the board and administration offer and 
to meastirt their own proposalVby criteria for improv* 
mg students' learning. 

The approach advocated in this monograph is ' 
based on the assumption that individuals normally try 
4t^mprovc their profeuional status. Thus, a staff 
development program is noi needed to create a desire 
for growth but only to enhance that which already 
exists Any implica|ion of professional deTictt will be 
resented, but offers b( help to faalitate ^ch individu- 
al's personal rfforts will be appreciated 



Appendix 

bidivy ualiz^ Staff D«v«lopm«nt Program 



It «i> purvey ^a^ been taken rcccntlv n( fhc siMi 
mcmhcrv opimont ol iind tnierc*! m a -^Uill devrlopmcnt 
pmgmm, quc^^tttninairtr. luch *>$ the one intnnluced in 
ihiK appendix, should he developed and circulated As 
noted a( ihe JMitinm ul the survey example, ttsuUs of the 
Aurvey will he ctrvutaied to )feachcrH ainng ivith a i »rm thai 
(licv shuald (iH tiu| and r it 



Profram pianning 

Hciofo the adminivlraturs. teachers, and counselors con- 
' duct J sinrvev. thev ^hmild develop a progfiim and policy 
that thev <cel their rcsp^clise group members will accept 
ami that the sch<ui| board v^dl ofricially endorse Specitic 
isMies thai should be considered p uor to conducting a stalf 
>ur\cy arc drscusved in the tollowing paVaniraphs 

l evel of l)H)rle9 Support 

fhe divinct should rc^olvc the inllowirig questions m 
regard to its abilitv to matniam a certain level 4d si;pport 
lor Nialf development programs 

I htunuiioft Hoes the district have 07 js it willing ti* 
provide an instructional services center that is ade 
qtiately stalfed U\ put out a monthly newsletter, col- 
lect teathing units tor a leachcr-i Idea Ban>;. maintain 
a lile o( peer aide consultants, and manage t])f in-and- 
out ^flow ol materials frorrr the center * 
f matui s Is the district willing and able to provide 
funds lor leau^'rs to attend conferences, to have 
large-group workshops «n seminars during the rcgu- 
iar school ^cyl and provide substitutes so that 
teachers tan attend on school time: and to provide 
substituio so that teachers in coopefatise field-tests 
and curruulum development projects can visii rach 
iitherS classes ' Will the district take mstttution rhem- 
berships in professicmal organiv tions and make their 
puhhcanons available to stafi if members commit 
themscKes to a j Ian to read', review, and keep thcu 
rlltmbeiship int*nmed ol devclopn^ents m ihi>« held? 

Voluntary fH i(pa|uirfd Parttetpafton 

Ihe distriit shtMild have a pi^luv tluU is clear ahooi siaH 
participation and that was uiinlc with the assistanrr uS 
adminMirators, teachers, and cmin^elors Wiihoot siiih 
coopeiatise pfanning mundatoiy atlrndamc is 3>krly to hr 
resented and voiuntarv attendanir will a!iMv« imlv thr 
dfdfcatfd tew 



tcvei of Pefiionai Commitment 

Whether pariicipation is made mandatory or voluntary, 
agreement should be reached on the minimal level of pro- 
fessional growth activitie^t that can reasonably be expected 
of every staff member llicie prcfei^^/ional uandards. if 
cooperatively arrived at by representatives from all grou is. 
should be supported by individual members, especially if a 
wide variety of self .i-hoicc activ.'jes is offered. 

C ommitment of Dhiriet and Staff 

Staff members should not br asked to participate in 
ucttvities that the district will not prt^vidc, nor should the 
district be asked to provide opportunities that staff members 
will Ignore Thus, there must be cooperative planning of 
and mutual commiimchK to the options that are offered iri 
the suggested questionnaire Whatever type of program is 
adopted, it should ^ geared to the entire stafTs ifiterests 
and needs, which are determined from a survey of every 
administrator, teiichcr. and counselor^ 

Survey Re)uit« 

Sufvcy r*?sufts should be reported within two or three 
weeks of the deadline for returning questionnaires (or the 
completion of the survey by whatever method is used) I0 
nramtam the interest and momentum generated by the sur- 
vcy, staff members should complete a form which lists the 
professional growth activities they have commuted thrm^ 
selves to for the coming year <ir somr designated period oJ 
time 

m 

Ihe form lisK the activiius ♦ttnd opportunities that staff 
memlMTrs identified as their choice m the survey If more 
topiis, activities, and projects arc listed than are manage^ 
liable, which IS likely, respondents can he asked to prionii/e 
the choKcs A Sample enrollment loim is included m this 
appcodis 

Pioxram Operation 

Volunteer iommutccs should W4uk continuously dui^tng 
^ ihr survey period on plans to launch immediately whatever 
tvpcs of programs ate offered on th^r survey questionnaire 
( ommittec members should be able to determine what 
types of program^ teachers want from the field testing and 
shiiuM have detailed \Mtv. taHy to accomm4>datc these 
gr 'Ups fhe comrmitwvs should a^so identify source mate- 
tiA for study grtpips that wish • investigate educational 
issuer that iU^ n^n iiTimriMatcK translate into classroom 
prailur hut oe Hnponant as lounda??on fhink ng fo! broad 
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curriculum dcvr!opmeni, such theories of competency stiiutc list and identify those who best fit certain classes, 
hased education. :ndividuali/ed learning, open-entrj open- Plan*: should he made to jjet cve^y staff member involved 

exit programs, homebound teaching, principles: of com- \n his or her program as quickly as por: iblc. Any long 

munny education, and innovative theories of education. delays while the program is being organized or any confu- 

If the district accepts weekday workshops and/or inter« sion ,ind misdirection from a precipitate plunge into an 

class visitations and agrees to provide substitutes so that unplai^ned program will damage anJ possibly <Ieslroy the 

teachers can participif'c. a committee mighc screen the sub- possibility ot establishing a successful ongoing program. 
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Staff Development Questionnaire 

The district wishes to involve all teachers, counselors, and administrators in planning a staff development 
program that will be of help in their professional growtli. Two types of programs that can be implemented arc as 
♦cllows: 

1. Workshops, which include seminars and minicourses that are planned to attract Ijrge groups and that arc 
presented by experts from both within and outside the district. 

2. Individual and small-group programs to meet individual needs and interests. Each staff memb; r will plan 
his or her own program and pursue it by himself or hersclf.or with colleagues who voluntarily form small 
groups to work on !>imilar interests. 

From the following list of professional interest areas, please indicate in the left-hand column your interest in 
each by using a rating scale of 0 to 3 (0 = No interest; I = Mild; 2 = Moderate; and 3 = High interest). Also, please 
check in the right-hand columns which approach you prefer to use in each area. 



Interest 



i 

Cbntcnt area 



Workshop 
presen'.er 


Work 
preference 


Local 


Outside 


Alone 


Group 
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to 























How to use new teaching materials and methods 
Diagnostic and prescriptive testing and other ways to evalu- 
ate student achievement 

leaching and learning the competency-based way 
How to improve students' self-concept and other techniques 
that strengthen interpersonal relations * 
How to individualize instruction in the usual classroom 
setting without aides 

How to set up and operate a learning center in conjunction 

with regular classroom instruction 

7. Operating on an open-entry/ open-exit basis 

S. Better integration of counseling with teaching 

Counselor's role in compciency-based programs 

10. Other 



3. 
4 

5. 

6. 



If available, which of the following opportunities for professional growth would you select? Please indicate in 
the left-hand column your interest in the opportunities by using a rating scale of 0 to 3 (0 = Unlikely; 1 = 
Possible; 2 = Probable; and 3 = Certain). 



Participation 



Opportunity or activity 



11. Fxamine regularly new .materials in instructional services center (ISC). 

12. Read monthly ISC newsletter that describes available materials in center, area professional activities, 
teaching suggestions, and so forth. 
Read regularly one professional journal. 

Join one professional organization and reacLits publications regularly. 
Visit classes which are successfully implementing new programs. 

Attend some local, regional, state, and national conferences (when in the area) of professional 
organisations. 

Serve as an officer in a professional organization. 

Serve on district committee for curriculum and/or staff development projects. 
Field-test recommended new teaching materials and methods in classes. 
Contribute some ideas to the Teachers' Idea Bank at the ISC. 
Participate as a peet aide consultant. 
Participate in giving a workshop in your area of expertise. 



13. 

14. 

15 

16. 

~17. 
™18. 
^ IM. 

21. 

24. 



Fnr«)ll 
Other 



in formal courses for professional udvancement. v 



N.'ft Yi'ti tnciM- a tcpoti kI the rcvullv I'l Ihi-i A Mgn-up loim lor vurioun types ol in-scrvitc pri«(tram\ will he included with the survey 

ii'pitil 
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Personal Gommitment to Professional Growth 

Use the lists of the various suggested in-service programs and professional growth Hctivities given on the Staff 
Development Questionnaire to complete this personal commitment to profes'^ional growth. 

( Ijirge-Group Workshops or Seminar Presentations 

From among the topics that are appropriate for the large-group or seminar presentations, please list five that 
are of interest to you and then select two that you would attend on your t>wn time and at your own expense. 
Please list the topics in order of preference in the spaces provided below: 



I. 
2. 
3. 



If such large-group presentations cannot be given during regular school hours, I would prefer to attend on 
Friday from 2—5 p.m. □ or 6—9 p.m. □ , or on Saturday from 9—12 a.m. □ or I — 4 p.^m. □ . 

Individual and Small-Group Activities 

I am interested in the following activities in the order of preference indicated. (Activities of equal interest can be 
given the same preference rating.) * 



Preference / 
rating ^ Activity 



Visit the instructional services center regularly to examine new materials. 

Join a professional organization, and read its publications regularly. 

* .. , 

Attend, at my own expense, local professional conferences. 

Serve on district committees for curriculum and staff development planning. 

Field-test some new materials or methods, and file report. 

Contribute some successful iching ideas to Teachers' Idea Bank. 

Participate in the Peer Aide Consultant Service, and accept calls from others. 

Participate in a workshop, and present some successful techniques. 

Enroll in a professional coufse. Name course and institution below: 

Course: , Institution: 

Other: 
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Comments or explanation: 
Name. 



Home address:. 



Home phone: 



Teaching subjects:. 



Other arees of interest: 



ZIP: 



Please till out and return by. 
Name: 



School: 



^. School address: 



ZIP: 



School phone: 



.to: 



Address: 



300 8-79 2M tOA 



17 



78 216 03 0e9» 300 1-?* 2M 
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